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FACULTY HANDBOOK CHANGES: 2003 – 2004
General:

At bottom left hand corner of each page, replace “July 2002” with “July 2003.”

Page i
Paragraph 3:
In compliance with federal and state law, Saint Mary’s College of California does not
discriminate on the basis of race, color, religion, national origin, marital status,
gender, age (40 years or older), ancestry, sexual orientation, medical condition, or
physical or mental disability in employment or in any of its education programs or in
the provision of benefits and services to students, and is committed to recruiting and
retaining a diverse student and employee population.
In compliance with applicable law and its own policy, Saint Mary’s College of
California is committed to recruiting and retaining a diverse student and
employee population and does not discriminate in its admission of students,
hiring of employees, or in the provision of its employment benefits to its
employees and its educational programs, activities, benefits and services to its
students, including but not limited to scholarship and loan programs, on the
basis of race, color, religion, national origin, age, sex/gender, marital status,
ancestry, sexual orientation, medical condition or physical or mental
disability.
Saint Mary’s College of California is an Equal Opportunity Employer.
Page iii
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1.6.1.2

Academic Senate

1.6.1.2.7

Membership
The Academic Senate consists of 16 18 members, distributed as follows:
-

Past Chairperson (in the year following service as chairperson)
Chairperson - Tenured
vice chairperson (Tenured chairperson elect)
five tenured faculty members, one each from the Schools of Liberal Arts,
Science, Economics and Business Administration, Extended Education, and
Education
six tenured faculty members to be elected at-large from the five schools listed
above
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-

1.7.2.2

two faculty members on the Rank and Tenure roster who do not have tenure to
be elected at-large from the five schools listed above
one faculty member from the Intercollegiate Nursing Program
one Parliamentarian, non-voting, appointed by the chairperson for a oneyear term

Equal Employment Opportunity Compliance Committee
Membership:
- Director of Human Resources, chairperson
- two ranked members of the undergraduate faculty, elected at-large by the
undergraduate faculty
- one ranked member of the School of Extended Education, elected by the members
of the School of Extended Education
- one ranked member of the graduate faculty, elected at-large by the graduate faculty
- one ranked member of the School of Nursing, elected by the members of the
School of Nursing
- two members of the College staff, appointed by the Director of Human Resources
- two alternate members of the College staff, appointed by the Director of Human
Resources
- College Diversity Coordinator, ex-officio

1.7.3.5

Rank and Tenure Committee
Membership:
- one tenured representative each from the School of Liberal Arts, . . .
Faculty Qualified for Election:
1. All ranked tenured faculty (i.e. who appear on the Rank and Tenure Roster
with tenure)
2. unchanged
3. unchanged
4. Any faculty member currently serving on the Rank and Tenure Committee is
eligible for election as chair of the Committee for the following year. A faculty
member is elected chair for a term of one year, and may be re-elected, up to a
total of three consecutive terms.
If a member whose term is ending is elected chair, his/her term of service on
the Committee will be extended by one year or as long as he/she is elected
chair by the Committee. He/she will retain the representation for which
he/she was originally elected to the Committee.
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Alternates are not eligible to be elected chair.
1.7.3.6

Educational Policies Board
Membership…
- chairperson (Tenured)
- vice chairperson (Tenured chairperson elect)
- past chairperson (in the year following service as chairperson)
- one Academic Dean appointed by the Academic Vice President (non-voting)
- four tenured faculty members, one elected from each of the undergraduate
Schools of Liberal Arts, Science, Economics and Business Administration, and
Extended Education
- four faculty members to be elected at-large from the four schools listed above
- four tenured faculty members, one elected from each of the graduate programs
of the Schools of Liberal Arts, Economics and Business Administration,
Extended Education, and Education
- one or two faculty members appointed as needed by the EPB Executive Council
to fill Committee positions for graduate program faculty
- a representative of the Intercollegiate Nursing Program from Samuel Merritt
College appointed by the Executive Council in consultation with the Dean of
Nursing
- librarian or appointed designee (non-voting)
- the vice chairperson of the Academic Senate (non-voting)
- Director of Collegiate Seminar (non-voting)
- Jan Term representative (non-voting)

1.7.3.13

Committee on Human Research Human Research Institutional Review
Board
Role: The Committee on Human Research The Human Research Institutional
Review Board (IRB) meets at least twice a year and regularly notifies the
informs the College community at-large concerning the responsibilities of faculty,
student or administrative researchers whose projects involve biological and/or
behavioral research using human subjects, in order to ensure that the procedures
followed safeguard the rights and welfare of research subjects and are in
conformance with comply with federal regulations.
All sections the same until Membership. Everything from that until the end of the
section should be replaced with what follows:

Membership:
-

two ranked faculty members from the School of Science
one faculty member from the school of Liberal Arts
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-

one faculty member from the Intercollegiate Nursing Program
at least one member from off-campus who is not part of the immediate
family of a person affiliated with the institution (Code of Federal
Regulations 46.107(d), ex-officio, appointed by the President
the College’s General Counsel, ex-officio, or other designee appointed by
the President
the Dean for Academic Development, ex-officio

The IRB elects its chairperson annually from among its membership.
Additional participants may be invited to advise the committee as needed
(e.g. The College’s Environmental Health and Safety Manager).
All faculty members of the Committee are ranked faculty appointed by the
Deans of their schools. They are appointed for three-year terms, which must
be staggered.

Meetings
The IRB meets as frequently as necessary, but at least twice per year.
1.7.4.2.

Faculty Welfare Committee
Membership
-

four tenured faculty members elected at-large for staggered three-year terms
one ranked non-tenured faculty member elected at-large for a one-year term

The terms of the graduate faculty member and the undergraduate Extended
Education faculty member shall be staggered. The Committee shall elect its own
chairperson.
2.2.4

REDUCED SERVICES (TENURED APPOINTMENT)
Tenured and tenure track faculty may request a temporary reduction (teaching not
less than four courses per year) in teaching load, for scholarly pursuits,
accompanied by a proportional reduction in compensation and health employee
benefits (See, also Sections 2.14.3 and 2.13.2). These faculty will not be entitled
to coverage in the dental, vision, life and long-term disability programs unless
the premiums are paid entirely by the faculty member.
Tenured faculty in this category retain faculty status and privileges, including
eligibility for sabbatical leave. Tenured faculty under this provision may consider
each 7/7 course load of accumulated service rendered as one year of service toward
eligibility for sabbatical. Ranked faculty not yet tenured retain faculty status
and appropriate privileges and may consider each 7/7 course load of
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accumulated service rendered as one year of service toward eligibility for
tenure.
2.6.2.2.3

Promotion and Tenure Reviews (effective July 1, 2000)
On or before:
June 15

• Draft Rank and Tenure Roster is distributed.
• Rank and Tenure Committee chair reminds faculty, department
chairs/program directors and Deans of the impending reviews and the
pertinent review dates.

September 1

• Final Rank and Tenure Roster is distributed.
• Rank and Tenure Committee chair gives a list of candidates to the
Student Rank and Tenure Evaluation Committee, which initiates the
Student Rank and Tenure process.
• Rank and Tenure chair reminds all faculty that letters of evaluation for
candidates for promotion to Professor or tenure are due no later than
December 15.
• All candidates to be considered by the Rank and Tenure Committee for
interim review, except for pre-Professor, must submit self-evaluations,
together with other materials for consideration to the Rank and Tenure
chair and department chairs/program directors.

October 15

• All candidates to be considered by the Rank and Tenure Committee for
promotion, tenure, or pre-Professor review must submit Form A
together with other materials for consideration to the Rank and Tenure
chair and department chairs/program directors.
• Chairs/program directors submit letters of evaluation for candidates for
interim review.

November 1

• Deans submit letters of evaluation for all candidates for interim review
to the Rank and Tenure chair.
• Rank and Tenure chair circulates to the faculty a list of
complete/incomplete interim review files.

December 1

• Chairs/program directors submit letters of evaluation of candidates for
promotion, tenure, or pre-Professor review to the Rank and Tenure
chair.

December 15

• Deans submit letters of evaluation of candidates for promotion, tenure,
or pre-Professor review to the Rank and Tenure chair.
• Faculty submit letters of evaluation of candidates for promotion, tenure,
or pre-Professor review to the Rank and Tenure chair.
• The Rank and Tenure chair sends letters to all faculty who were under
interim review, with copies to the candidate’s dean and department
chair or program director. A copy of this letter is also sent to the
Academic Vice President.
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• Rank and Tenure chair circulates to the faculty a list of
complete/incomplete promotion, tenure, or pre-Professor review files.
January 15

March 15

April 1
May 1

May 15

May 31

2.6.2.5

• The Academic Vice President sends letters to all faculty who were under
interim review regarding renewal/non-renewal of contracts, with
copies to the candidate’s dean and department chair or program
director.
• Student Rank and Tenure Evaluation Committee submits letters of
evaluation of candidates for promotion and/or tenure.
• The Rank and Tenure chair sends letters to candidates for tenure, with
copies to the candidate’s dean and department chair or program
director and the President. A copy of this letter is also sent to the
Academic Vice President.
• The Academic Vice President will inform in writing the
candidates for whom he/she is considering a negative
recommendation of that fact.
• The Academic Vice President sends letters of recommendation of
candidates for tenure to the President.
• The President sends out letters to candidates for tenure, with copies to
the candidate’s dean and department chair or program director.
• The Rank and Tenure chair sends out letters to candidates for
promotion and pre-Professor review, with copies to the candidate’s
dean and department chair or program director. A copy of this
letter is also sent to the Academic Vice President.
• The Academic Vice President sends letters of recommendation of
candidates for promotion to the President, with copies to the
candidate’s dean and department chair or program director.
• The Academic Vice President sends letters to faculty subject to preProfessor review, with copies to the candidate’s dean and
department chair or program director.
• The President sends letters to candidates for promotion, with copies to
the candidate’s dean and department chair or program director.

Recommendation and Decision Procedures
Tenure
a. When a positive decision has been made by the Rank and Tenure
Committee, the Chair sends a letter to the candidate, with a copy to the
candidate's dean and department chair or program director and the
President, and a copy to the Academic Vice-President for consideration.
b. When the Academic Vice-President's decision is also positive, the letter from the
Rank and Tenure Committee Chair and a letter stating the Academic VicePresident's agreement are forwarded together to the President.
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c. When the Academic Vice-President is considering rendering a negative decision,
the Academic Vice-President shall inform the candidate in writing, including a
copy of the Rank and Tenure Committee's Decision. If the candidate so desires .
..
i (unchanged)
ii (unchanged)
iii (unchanged)
d. When a negative tenure decision has been made by the Rank and Tenure
Committee, the Chair of the Committee shall inform the candidate in writing of
its recommendation against tenure, copying that letter to the President,
the candidate’s dean and department chair or program director, and send
with a copy of the letter to the President recommending against tenure sent that
letter to the Academic Vice-President for consideration.
Promotion:
All decisions on promotion by the Rank and Tenure Committee, whether positive or
negative, are advisory to the President, but are sent first to the Academic VicePresident for consideration. When the deliberations of the Rank and Tenure
Committee are completed, the Rank and Tenure Chair sends a letter
announcing its recommendation to the candidate and a copy of that letter to
the Academic Vice-President.
2.9.2.1

Discrimination, Harassment, Including Sexual, and Retaliation
(Policy Prohibiting and Procedures For Reporting)
Policy on Harassment of Employees or Students

Non-Discrimination Policy
Saint Mary’s College of California is committed to creating and maintaining a
community in which all persons who participate in Saint Mary’s programs and
activities can work and learn together in an atmosphere free of all forms of
harassment, exploitation, or intimidation, including sexual harassment. Every
member of the Saint Mary’s community should be aware that Saint Mary’s will not
tolerate harassment or discrimination on the basis of race, color, religion, national
origin, ancestry, age, gender, sexual orientation, marital status, medical condition, or
physical or mental disability, or on any other basis protected by applicable laws.
and that sSuch behavior is prohibited both by law and by Saint Mary’s policy.
Complaints of sexual harassment involving employees or visitors to the College (e.g.,
contractors, vendors, or non-student guests) should be reported to the Director of
Human Resources, who will promptly investigate such complaints. Complaints of
sexual harassment or assault involving students or student visitors should be
reported promptly to the Dean of Student Development, who will initiate an
investigation of such allegations. Retaliation against a person who brings a complaint
of sexual harassment is also strictly prohibited and may result in separate disciplinary
action. It is Saint Mary’s intention to take whatever action may be needed to
prevent, correct, and if necessary, discipline behavior which violates this policy,
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which may include suspension, termination, expulsion or another sanction
appropriate to the circumstances and violation. All members of the Saint Mary’s
community, including faculty, students, and staff, are responsible for insuring
maintaining an environment that is free of sexual harassment and other forms of
discrimination, harassment and retaliation as described in this Policy.
Definition of Sexual Harassment
1. Sexual harassment is a form of sex discrimination, which is illegal under both
federal and state law. It can be verbal, visual, or physical. Although what
constitutes sexual harassment will vary with the particular circumstances, it is
defined as follows:
Unwelcome sexual advances, requests for sexual favors, and other verbal or
physical conduct of a sexual nature when:
a. Submission to such conduct is made either explicitly or implicitly a term or
condition of instruction, employment, or participation in a College activity;
or
b. Submission to or rejection of such conduct by an individual is used as a basis
for evaluation in making academic or personnel decisions affecting that
individual; or
c. Such conduct has the effect of unreasonably interfering with an individual’s
performance or creating an intimidating, hostile, or offensive working or
learning environment.
2. Sexual harassment does not include verbal expression or written material that is
relevant and appropriately related to course subject matter or curriculum, and
nothing in this policy is intended to interfere with Saint Mary’s educational
mission or academic freedom, e.g., the ability of a teacher or student to examine
examples of harassment appropriate to a particular subject.
3. A determination of whether particular conduct creates an intimidating, hostile or
offensive abusive work or learning environment is assessed from the point of
view of a reasonable person in the complainant’s position; such a determination
also takes into account the totality of the circumstances, including, but not
limited to, the following:
a. the frequency of the offensive conduct;
b. its seriousness;
c. whether it is physically threatening or humiliating;
d. the location of the conduct and the context in which it occurred;
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e. the degree to which the conduct affected the education or employment
environment; and
f. the relationship between the parties.
Examples of Conduct Which May Be Sexual Harassment
1. Examples of verbal, physical or visual conduct which may be sexual harassment
include, but are not limited to:
a. direct propositions of a sexual nature;
b. sexual innuendoes and other seductive behavior, including subtle pressure
for sexual activity such as repeated, unwanted requests for dates, and
repeated inappropriate personal comments, staring, or touching;
c. direct or implied threats that submission to sexual advances will be a
condition of employment, promotion, grades, etc.
d. conduct (not legitimately related to the subject matter of a course or
curriculum, if one is involved) that has the effect of discomforting,
humiliating or both, and that includes one or more the following:
i.

comments of a sexual nature, including sexually explicit statements,
questions, jokes, anecdotes, or graphic material (e.g., visuals, such as
screen savers, which are sexually explicit visuals such as screen savers);

ii. unnecessary or unwanted touching, patting, massaging, hugging or
brushing against a person’s body or other conduct of a physical nature;
iii. remarks of a sexual nature about a person’s clothing or body;
iv. insulting sounds or gestures, whistles, or catcalls;
v. invading someone’s personal space or blocking her/his path;
vi. unwelcome and inappropriate letters, telephone calls, electronic mail, or
other communications;
e. a consensual romantic or sexual relationship which
i.

causes adverse treatment of third parties or

ii. creates a hostile or intimidating working or learning environment for
third parties;
f. stalking (which is also criminal behavior).
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g. sexual assault (which is also criminal behavior).
2. Some conduct that may appear to be consensual may also be unacceptable.
3. Gender-based discrimination, which may include acts of verbal, nonverbal, or
physical aggression, intimidation, or hostility based on a person’s gender, but not
involving conduct of a sexual nature (e.g., the repeated sabotaging of female
students’ laboratory experiments by male students in the class) may be a form of
sex discrimination prohibited by law. While gender-based discrimination may be
distinguished from sexual harassment, acts of gender-based discrimination may
contribute to the creation of a hostile work or academic environment. Thus, a
determination of whether a hostile environment due to sexual harassment exists
may take into account acts of gender-based discrimination.
4. Not all sexual harassment occurs between persons of differing power. Sexual
harassment may also occur between peers. In addition, while the majority of
reported cases of sexual harassment involve a male harassing a female, sexual
harassment may also involve a female harassing a male, or an individual harassing
a person of the same gender.
NOTE: Nothing in this Policy should be construed to prevent faculty
members from rigorously challenging fundamental beliefs held by students
and society. However, faculty members may not interject into the academic
setting sexual material that is unrelated to any legitimate educational
objective or allow the educational setting to be so sexually charged that Saint
Mary’s students are prevented from effectively participating in the academic
environment.

Reporting and Resources for Resolution of Addressing Complaints
Saint Mary’s has in place internal procedures to investigate and resolve address
complaints of discrimination, harassment (including sexual), and retaliation as
described in this Policy. These procedures are intended to assure fairness and to
maintain confidentiality in the process of resolving responding to complaints.
1. There are designated individuals at Saint Mary’s who are trained to investigate
and resolve complaints of harassment, including but not limited to sexual
harassment.
These include the following:
a. In cases involving employees, the Director of Human Resources is
responsible for overseeing Saint Mary’s compliance with the sexual
harassment policy. To this end, the Director of Human Resources is
available to assist Saint Mary’s students and employees with the resolution of
any concern about behavior which might be sexual harassment. All members
of the Saint Mary’s community shall cooperate fully with the Director of
Human Resources in the fulfillment of her/his responsibilities.
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b. In cases involving student-on-student sexual misconduct, including but not
limited to sexual harassment, the Dean of Student Development is
responsible for receiving such complaints and assuring that the appropriate
student investigative and disciplinary processes are undertaken.
c.

Individuals who believe they have experienced discrimination or retaliation
are also free to contact the Equal Employment Opportunity Commission
and/or the California Department of Fair Employment and Housing to
pursue external legal remedies.

d. Nothing in Saint Mary’s Sexual Harassment and Complaint Resolution policy
should be construed to prevent faculty members from rigorously challenging
fundamental beliefs held by students and society. However, faculty members
may not interject into the academic setting sexual material that is unrelated to
any legitimate educational objective or allow the educational setting to be so
sexually charged that Saint Mary’s students are prevented from effectively
participating in the academic environment.
e. Saint Mary’s offers its employees during each academic year several
opportunities to attend seminars regarding discrimination (which will also
include an update on legal developments in the area of sexual harassment),
and faculty attendance at one such campus seminar in this area per academic
year is required.
Complaints of discrimination and harassment, including sexual harassment
or sexual assault, based on the protected characteristics above and/or
retaliation that involve employees (faculty and staff) or visitors to the College
(e.g., contractors, vendors, or non-student guests) should be reported
promptly to the Director of Human Resources, who is responsible for
overseeing Saint Mary’s compliance with this Policy and who will determine
the appropriate next step for investigation and resolution. All members of the
Saint Mary’s community shall cooperate fully with the Director of Human
Resources in the fulfillment of her/his responsibilities.
Complaints of discrimination and harassment, including sexual harassment
or sexual assault, based on the protected characteristics listed above and/or
retaliation involving students or student visitors should be reported promptly
to the Director of Student Conduct who will initiate the appropriate student
discipline process to address those complaints.
Individuals who believe they have experienced discrimination, harassment
and/or retaliation are also free to contact the Equal Employment Opportunity
Commission and/or the California Department of Fair Employment and
Housing to pursue external legal remedies.

Non-Discrimination Seminars
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Saint Mary’s offers its employees during each academic year several
opportunities to attend seminars regarding discrimination (which will also
include an update on legal developments in the area of sexual harassment),
and faculty attendance at one such campus seminar in this area per academic
year is required. (See the Student Handbook for information regarding
educational programs about appropriate sexual conduct offered annually to
students.)
Retaliation and/or Violation of Interim Protections
Threats or other forms of intimidation and/or retaliation against a student or
employee for bringing a complaint of any alleged violation of the Student
Code or other College policies are prohibited. This includes threats or other
forms of intimidation and/or retaliation against the family or friends of a
student or employee who brings a complaint, those who assist a student or
employee in bringing a complaint, or those who participate in an
investigation and/or student discipline process for an alleged violation of the
Student Code or other College policy. Retaliation is a violation of College
policy and may also be a violation of the law. An allegation of retaliation
constitutes an independent basis for investigation and imposition of sanctions
on the retaliating student or employee if determined to have occurred. All
conduct that is believed to constitute retaliation should be reported
immediately to the Director of Student Conduct (when the individual alleged
to have engaged in retaliation is a student) or the Director of Human
Resources (when the individual alleged to have engaged in retaliation is an
employee (faculty and staff) or visitor to the College (e.g. contractors,
vendors, or non-student guests)). Reports of such conduct will be
investigated as described above.
Threats, other forms of intimidation and retaliation against a family member, student
or staff employee for bringing a complaint of sexual harassment or for assisting
another in bringing a complaint are prohibited. Retaliation is a violation of College
policy and the law and is a serious offense which constitutes an independent basis
for investigation and the imposition of sanctions on the retaliating employee, if
determined to have occurred.
Nondiscrimination Disclosure
In compliance with applicable law and its own policy, Saint Mary’s College of
California is committed to recruiting and retaining a diverse student and
employee population and does not discriminate in its admission of students,
hiring of employees, or in the provision of its employment benefits to its
employees and its educational programs, activities, benefits and services to its
students, including but not limited to scholarship and loan programs, on the
basis of race, color, religion, national origin, age, sex/gender, marital status,
ancestry, sexual orientation, medical condition or physical or mental
disability.
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2.9.2.4

The Clery Act and Campus Sex Crimes Prevention Act Notices
Notification with regard to the Jeanne Clery Disclosure of Campus Security
Policy and Campus Crime Statistics Act of 1998, and the Campus Sex Crimes
Prevention Act.
As provided by the Jeanne Clery Disclosure of Campus Security Policy and
Campus Crime Statistics Act of 1998, Saint Mary’s College of California
through its Department of Public Safety, annually provides notice and makes
available copies of the Annual Security Report, to the campus community,
prospective students, employees and the public. Each Security Report
includes statistics for the past three years concerning crimes and incidents
(whether they occurred on campus, in off-campus building and property
owned or controlled by the College, or on public property adjacent to campus)
reported to campus security authorities. Each Security Report also provides
campus policies and practices concerning security – how to report sexual
assaults and other crimes, crime prevention efforts, policies/laws governing
alcohol and drugs, victims’ assistance programs, student discipline, college
resources, and other matters. The Security Report is publicly available
electronically or hard copy in the following ways: electronically:
http://www.stmarys-ca.edu/about/safety/02report.pdf; in person:
Department of Public Safety, Administrative Office, Siena Hall: or by or by
Mail or Telephone Request: Department of Public Safety, P.O. Box 3111,
Moraga, CA 94575-3111 (925) 631-4052
In addition, as provided by the Campus Sex Crimes Prevention Act, the
Contra Costa County Sheriff’s Office maintains a Megan’s Law database of
sex crime offenders, which information may be obtained from the Sheriff’s
office located at 500 Court Street, Martinez, Monday-Friday, 9 am to 4 pm.

2.13.1.2

Jury Duty
The College recognizes jury duty as a civic obligation and will excuse all
summoned employees from work for jury duty with pay for a period not
exceeding four full work weeks in a calendar year. If the jury duty exceeds
four full work weeks, the employee may take unpaid leave unless the
employee has worked for any part of the work week, in which case the leave
will be paid leave. The employee may retain any jury fees.

2.14.3

MEDICAL PLANS
…All ranked faculty teaching four or more courses per academic year and
Adjunct faculty teaching five or more courses per academic year are also
eligible for coverage. In such cases, the College contribution will be reduced based
on the percentage of full-time worked.
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2.15

COMPENSATION POLICY FACULTY SALARY POLICY
Saint Mary’s College values highly the contributions of its faculty in pursuing
excellence in Lasallian, Catholic and liberal education. The College
recognizes that it must attract and retain outstanding faculty who are
committed to the College’s mission and to their own person and professional
growth. Thus, the College is committed to paying competitive salaries
according to the following guidelines:

Salary Goals
1. The average of salaries by rank should minimally be the average salaries
by rank of pacific States IIA institutions, as defined and published yearly
in Academe, The Chronicle of Higher Education, and on Web sites. The
College should strive to reach this goal within three years of the adoption
of this policy.
2. To maintain competitive salaries, the budget process should also consider
a smaller cohort of comparable institutions: the other schools in the WCC
and Manhattan College. Many of these institutions have professional
schools, which pay significantly higher salaries, particularly in the ranks of
associate and full professor. In light of this, the College should aim for the
median of the assistant professor salary scale at Saint Mary’s to be at the
median of assistant rank average salaries at these cohort institutions, as
available yearly in the sources noted above.
3. The College should aim for a salary structure that is equitable across
ranks, with particular attention given to the competitiveness at the
assistant professor level. The salary structure should have a range of
salaries, from assistant through full professor, consistent with the Pacific
States IIA. Details of the implementation protocols are available from the
College’s Human Resources office.

Procedures for Implementation and Administration
Available in the Offices of the Academic Vice President, Human Resources,
the Vice President for Finance, and the Academic Senate.

2.15.1

SALARY SCALES FOR RANKED AND ADJUNCT FACULTY
Full-time Faculty Salary Scale
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SAINT MARY’S COLLEGE
FULL-TIME FACULTY SALARY SCALE
2003-2004
Instructor
Step
1
2
3

Assistant

Associate

Professor

I

II

I

II

I

II

40,161
42,530
41,365
43,806
42,606
45,120

42,474
44,980
43,748
46,329
45,061
47,719

43,835
46,474
45,201
47,868
46,557
49,304
47,954
50,783
49,392
52,306
50,874
53,876

42,412
49,151
47,805
50,625
49,239
52,144
50,716
53,709
52,238
55,320
53,805
56,979

52,909
56,031
54,496
57,712
56,131
59,443
57,815
61,226
59,550
63,063
61,336
64,955

55,957
59,259
57,636
61,036
59,365
62,867
61,146
64,753
62,980
66,696
64,869
68,697

4
5
6

67,464
71,445
69,488
73,558
71,573
75,796
73,720
78,070
75,932
80,412
78,210
82,824

7

80,556A
81,764B
85,309

PRE 1989

87,442

Rules for 2002-2003:
• Professor 6 moves to Professor 7A: Professor 7A In 2001-2003 stays at level
Professor 7A for 2002-2003
• Professor 7B in 2001-2003 remains at level Professor 7B for 2002-2003.
2001-2002: Adjunct Faculty cannot move beyond the Associate level.
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